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Mata kuliah Perilaku Organisasi ini bertujuan untuk membekali mahasiswa 
tentang pengembangan sistem organisasi dan perilaku organisasi, terutama terkait 
dengan topik-topik seperti konsep dasar organisasi, disain dan struktur organisasi, 
dimensi-dimensi Organisasi, konsep dasar perilaku organisasi, sikap dan kepuasan 
kerja, personality, nilai-nilai, persepsi dan pengambilan keputusan individu, motivasi 
dan aplikasinya dalam organisasi serta dasar-dasar pembentukan kelompok dan tim 
kerja. Pelaksanaan sistem organisasi yang dibentuk akan berjalan lancar apabila 
didukung oleh perilaku organisasi yang tepat pula. lJntuk m~mhekul i mahusisv,;H 
sccar<l maksimal. maka pL-mhclnjanm pada 111<1\a kuliah ini tidak hanv£L.S,Iitekal)_k;_g} 
pada materi-materi Vt111!..! bersil~tt kol!nil if. (/ow\ 1'/edge and ahilities) . tetani juga 
di l ~ngkapi der}!!all _ _hct n:llr.:'!Pi lan-kctn.ImJillf'!J1 (skills ) dan $i 1-.ap/p~ri laku 
{!_rlliludl' hehtn·ior) k:rlcnlLL 
TUJUAN INSTRUKSIONAL UMUM: 
Setelah mempelajari Manajemen Keuangan, mahasiswa diharapkan mampu 
menganalisis alternatif-altematif dalam bidang investasi, pembiayaan, dan manajerial, 
serta mengambil putusan yang tepat (lntelectual Skills ) didasarkan pada Character 
Building yang relevan Soft Skills). 
TUJUAN MAT AKULIAH: 
Setelah mempelajari mata kuliah ini, mahasiswa secara kognitif diharapkan 
mampu menhubungkan pembentukan system organisasi dengan pembentukan 
perilaku organisa~i agar d~pat berjalan beriringan . Sclain aspck ko~;;.ni ti f. nwhasiswa 
jJJua ~ibarap~_illl_n~~milil~i hal.:hal schagai bcrikut: kcahlian/kel!'<.lmpil.~~ki/L'-l 
ll:l'lclllll. mdiputi ketrampilan m..:ngelola wuktu. kcahlian mempn.·sentasikan mau~.!:i 
serant ~istcmatis . kc<J hlimJ be_rkumunikas i_;_j_~ 1\.:rilaku/sikap (behm·im· ·ullilll, h~J 
tcncn l.u. mel]puti komitmen. kej uj uran. tangg,urH.!.1l_wab. kchcl'anian tnCIH!~mukal--an 
Q~l.1Q<Jpal11- dan kctcpatan ""aktu Jll'nvcrahun tugas~ · 
MATAKULIAH PRASYARAT: 
.... ~.: ..... P.?..~~~P..~~-~--~-~-~J~.~-~-~--~-~-~~-~E~~Y.~ .. ~.~-~-~~~ ........................................................................................ . 
BUKU TEKS WAJIB DAN BACAAN LAINNYA: 
Robbins Stephen P and Judge Timothy A, 2011 , Organizational Behavior, 
Fourteenth Edition, Pearson. New Jersey 
Luthans Fred, Organizational Behavior, 2008 , 11 th Edition, McGraw Hill , New 
York 
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METODE PENCAPAIAN TUJUAN: 




1. Tugas (30%) 
2. Partisipasi kelas (20%) 
3. Ujian (50%) 
SATUAN ACARA PERKULIAHAN MINGGUAN : 
MINGGU TOPIK TUG AS 
1 • Penjelasan silabus , tata cara 
perkuliahan , aturan perkuliahan 
dan tugas -
• Overview and Foundations of 
Organization 
2 Presentasi dan diskusi kelompok Menyerahkan dan 
materi minggu k~ 1 mempresentasikan secara 
kelompok tugas minggu 1 
3 Organization Design and Literature Study terkait materi yang 
Structure & Chart diajarkan 
4 Presentasi dan diskusi kelompok Menyerahkan dan 
materi minggu ke 3 ll)empresentasikan secara 
kelompok tugas minggu 3 
5 Organization Dimensions L.iterature Study terkait materi yang 
- diajarkan 
6 Presentasi <;ian diskusi kelompok Menyerahkan dan 
materi minggu ke 5 mempresentasikan secara 
kelom__g_ok tugas minggu 5 
7 Organizational Behavior, Attitudes Literature Study terkait materi yang 
and Job Satisfaction diajarkan 
UJIAN TENGAH SEMESTER -
8 Presentasi dan diskusi kelompok Menyerahkan dan 
materi minggu ke 7 mempresentasikan secara 
kelompok tugas minggu 7 
9 Personality, Values, Perception Literature Study terkait materi yang 
and Individual Decision Making diajarkan 
10 Presentasi dan diskusi kelompok Menyerahkan dan 
materi minggu ke 9 mempresentasikan secar~ 
kelompok tugas minggu 9 
11 Motivation and Its Applications Literature Study terkait materi yang 
diajarkan 
12 Presentasi dan diskusi kelompok Menyerahkan dan 
materi minggu kc 11 mempresentasikan secara 
kelompok tugas minggu 11 
l3 Foundations of Group Behavior Literature Study terkait materi yang 
and Work Team diajarkan 
14 Presentasi dan diskusi ke1ompok Menyerahkan dan 
materi mjnggu ke 13 mempresentasikan secara 
kelompok tugas minggu 13 
UJIAN AKHIR SEMETER 
Aturan 
l. Wajib membawa materi kuliah minimal materi minggu yang bersangkutan 
2. Tugas mingguan harus sudah diletakkan di meja dosen sebelum perkuliahan 
dimu1ai 
Dosen Pengasuh Mata Kuliah: 
1. Elsyc Tandelilin, S.E., MM. (PJMK) 
2. Drs,ec, Johny Rusdiyanto, MM 
ATURAN PERKULIAHAN 
PERILAKU ORGANISASI 
1. Wajib mernba\va 111ateri per·kuliahan 
2. Membektul\ kelompok dengan anggota maksilnal -t 
orang dan men1buat ma·l<alah yang ditugaskan serta 
wajib dil\unlpull\.an sesuai dengan jadwal yang 
ditetapkan 
3. Kelompok yang ditunJuk untul\ presentasi wajih 
mempersiapl<an tnateri presentasi dalam bentul\ 
power point presentation 
4. Setelah UTS makalah akan diperiksa dan 
dikcn1balikan kepada tnahasis\va untuk direvisi dan 
harus dikumpulkan ketnbali scsuaikan dengan 
jadwal yang ditetapkan 
5. Setiap kelompok wajib menentukan obyek badan 
usaha yang berlokasi di Surabaya, harus kantor 
pusat (tidak bolch cabang) dan tninimal memilil<i 30 
orang karyawan. Bila diperhtkan surat pengantar 
akan disediakan oleh Fakultas. · 
6. Pada prinsipnya penilaian bersifat objek_tif sehingga 
berkas ujian dan makalah akan dikembalikan. 
Dipcrkenankan kompJain nilai ujian , makalah dan 
nilai diskusi. 
7. Disediakan waktu konsultasi tugas kelompok di luar 
jam perkuliahan dengan perjanjian terlebib dahulu. 
8. Konsultasi akan dilakukan bila anggota kelompok 
lcngkap (yang anggota kelo1npok tidak lengkap tidal{ 
aJ<an dilayani) 
TOPIK 1 
OVERVIEWS AND THE 
FOUNDATION OF ORC:jANIZATION 
Handout2010 PERILAKU ORGANISASII 
Definitio.n o~ . Organization 
• Groups of individuals and their inter-
, actions directed toward goal accom-
plishment 
• Groups of people to reach specific 
goals and create interaction based on 
same interest and thinkiing. 
• Groups of lndividuafs whom formally 
announce their activities to realize .it's 
vision and mission 
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1 
What is an Organization? 
• is a social arrangem1ent which pursues 
collective goals, controls its own perfor-
mance, and has a boundary separating it 
from its environment 
• Is an entity (organization as an actual 
purposeful structure ·within a social context) 
• as a function of how entities like business-
es or state authorities are used ( organiza-
tion as a permanent structure). 
• an entity is being (re-)organized ( organi-
zation as task or action). 
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The Roles of ()rganization 
• Organization is a m1eans to an end to 
achieve_ its goals - which are to create 
value for its stakeholders or entities 
(stockholders, employees, customers, 
suppliers, communiity). 
• Bring together res~ources to achieve 
desired goals and outcomes 
• The act of organizing a business or 
business-related activity 
Handout2010 PERILAKU ORGANISASI 
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The Roles of Org1anization 
• Organization are potential agents for 
economic and social change as a part of 
social environment 
• Organizations develop to realize it's 
vision and mission and to achieve goals 
• Organizations are bedrock of modern 
civilization and decisions made in 
organizations - particularly business firm 
Handout2010 PERILAKU ORGANISM;! 
Current Challenges 
1. Global compe1tition 
2: Organizational turbulence 
3. E-commerce Business World 
4. Managing knowledge and 
information 
5. Diversity 
6. Ethics and social responsibility 
7. Scarcity of Resources 
Handoul 2010 
8. Technological changes and 
innovation 




WHAT SHOULD ORGANIZATION 
DO? 
• Produce goods and services 
efficiently 
• Facilitate innovation 
• Use modern manufacturing and 
computer-based technology 
• Adapt to and influence a changing 
environment 
• Accommodate ongoing challenges 
and create values for stakeholders 
Handout2010 PERILAKU ORGANISASI 
Internal Organization Dimensions 
and influence to .. · .. 
1.STRUCTURE .AND CHART 
2.FORMALIZATION 
J.SPECIALIZA TION 





9. DECISION MAKING 
PROCESS 
Organization 
1 mindset and 
behavior 
1 
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Top Management Role in Organization 
Direction, Design, and Effectiveness 
ll'llllbllll 
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. VISION 'AND MISSION 
• VISION is answer the q~Jestion, 
."WHAT DO WE WANT TO BECOME". 
Vision statement consist of (1) Popular 
I Dream Statement, and (2) Scope of 
G~ographical area · 
• MISSION is core business choices and 
activities to realize Vision and accom-
modate their stakeholders 




EXAMPLI:: VISION statement 
• TOYOTA • To bf!come the most successful and respected 
USA lift tr1uck company in the U.S." 
• McDonald • McDc,nald's vision is to be the world's best 
quiclt service restaurant experience. Being the 
best means providing outstanding quality, 
service, cleanliness, and vafue, so that we 
makEt every customer in every restaurant smile 
• UBAYA • The First University in Heart and Mind 
• DHL • Cust~omers trust DHL as the preferred global 
expmss and logistics partner, leading the 
indu!»try in terms of quality, profitability and 
market share. 
I h:ondout 201 o PERILI\KU ORGANISASI 1 1 
Types of O~rganizational Goals 
1. OFFICIAL GOALS are the· general 
aims of an organization encfs, ex: to 
develop an w1n-win partnership to 
imP. rove customer satisfaction, to 
higher employee morale, to increase 
profit, etc. 
2. OPERATI\fE GOALS are the actual 
operating ends that organization will 
do in a spt~cific perioa of time. Ex: 
increase 1 0% rate of occvpation, to 
establish 3 new branch office to 
minimize cost down to 15 % from 
current 
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Organizational Goals 
• Organizational goals are those ends 
that an organization see!kS to achieve 
by its existence and operation 
• Organizational goals inform employ-
ees where the organization is going 
and how it plans to get there. 
• Goals are statement describing what 
your organization wishe!S to accom-
plish all operational functions. 
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Goals Functions 
• goals direct action and effor1 toward goal-
. related functional activities ·«::lnd away from 
unrelated activities · 
• goals energize employees. Challenging 
goals lead to higher employee effort than 
easy goals 
• goals affect persistence. Employees exert 
more effort to achieve high !goals. 
• goals motivate employees to use their exist-
ing knowledge to attain a goal or to acquire 
the knowledge needed to do so. 




Types of Organizational Goals 
1. OFFICIAL GOALS are the general 
aims of an organization encfs, ex: to 
develop an w1n-win partnership, to 
improve customer satisfaction, to 
higher employee morale, to increase 
profit, etc. 
2. OPERATIVE GOALS are the actual 
operating ends that organization will 
do in a specific perioa of time. Ex: 
increase 1 0°/o rate of occypation, to 
establish 3 new branch office to 
minimize cost down to 15 o/o from 
current 
Handout 2010 PERILAKU ORGANISASI 
Goal Type and Purpose . 
TVPe ol Goals Purpose ·or Goats 
IHitlll Seals: leutumacv. sustalnabllllY . 
Operauve goals: Employee dlrecuan and 
modvaden 
leciSIIIIUideUnes 
Sllllllrd If pelfii'IIIIDCI 
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Key Performance Indicators (KPI) 
• also known as KPI or Key Success 
Indicators (KSI), help an organization 
define and measure progress toward 
organizational goals. 
• are quantifiable measurements, agreed 
to beforehand, that reflect the critical 
success factors of an organization. 
• As a mean to measure the successful 
of a performance or result activity. 
Handou1 201 0 PERILAKU ORGANISASI 
· Some KPI Examples . 
. • Sal~ volum:e 
• Number of complaint 
• Total of rej.eCt's product 
• Number of absence 
• Company profit 
• Number of re-buying 
• Number of calls 
• Employee's failure 
• Number of customer, etc 







DESIGN, AND STRUCTURE & 
CHART 
PERJlAKU ORGANISASI 
WHAT IS STRUCTURE? 
• STRUCTURE is the internal differentiation 
and patterning of relationship 
• STRUCTURE as the means by which the 
organization sets limits and boundaries for 
efficient performance 
• STRUCTURE create a pattern of inter-
related work activities and allows the orga-
nization to conduct, coordinate and control 
its work activities. 
Handout 2010 PERILAKU ORGANISASI 
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1. ORGANIZATION! DESIGN 
• Is the process of choosing and imple-
menting structures that bE$t arranse re-
sources to accomplish the organization's 
mission and objectives. 
• Because every organizationt faces its own 
set of unique problems and opportunities, 
the best design at any moment is the one 
that actlieves a .good match ~etween 
struct~re and situation. · No one design 
applies in all circumstances 
• Consist of two design: MECHANISTIC and 
ORGANIC 
Handoul 2010 PERILAKU ORGANISASI 21 
Mechanistic· Organizations · 
• ·In mechanistic organizafitons: 
.- Tas~s are broken down into highly 
specialized parts, and ri~~idly defined 
-Strict hierarchy 
- Centralization of knowledge .and control 
of tasks · . · 
-A great deal of vertical communication· ··· .. 
- ' - ... 
• Also called a tall structure, people 
become relatively confined to their 
own area of specialization 
Handout2010 PERILAKU ORGAN!SASI 22 
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Organic Organizations 
• In organic organizations: 
- Employees contribute to common tasks 
- Tasks are adjusted and redefined 
through teamwork 
- Few rules, less hierarchy 
- Knowledge and control of tasks are 
located anywhere in the organization 
-A great deal of horizontal communication 
• Organic organizations have a flat 
structure with only one or two levels 
of management 
Handout2010 PERII.AKU ORGANISASI 
MECHANISTIC Vs ORGANIC 
• Tasks are broken down • Employees contribute to 
into specialized, separa- the common task of the 
te parts. department. . 
Tasks are adjusted and · • Tasks are rigidly defined. • 
• There is a strict redefined through team-
hierarchy of authority 
work. 
• There is less hierarchy and control, and there 
are many rules. of authority and control, and there are few rules. 
• Knowledge and control • Knowledge and control of tasks are centralized of tasks are located any-
at the top of the organi- where in the organiza-
zation. tion. 
• Communication is • Communication is hori-
vertical. zontal. 
23 
Handout2010 PERILAKU ORGANISASI 24 
2. ORGANIZATION STRUCTURE 
AND CHART 
• Can be defined as the patterns of coordina-
tion and control, workflows, authority and 
communication that channel the activity of its 
members 
• Reflects choice managers make about how 
the best coordinate and control necessary 
activities of its employees 
• Is dynamic and changing over time accord-
ing to environment changes 
• The most common method for depicting an organi-
zation's structure is an ORGANIZATION CHART 
Handout2010 PERilAKU ORGANISASI 
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Purposes of Organization 
~ · · ' , -Structure 
• Who's in charge? 
·I Who ·does what? 
• Who communicates with whom? 
• Chain of Command 
• Hierarchical Referral 
• Reporting Relationship 
• Best Coordination 




Types of Structure Grouping 
• Functional Grouping 
• Divisional Grouping 
• Multi-focused Grouping 
• Matrix Grouping 
• Horizontal Grouping 
• Hybrid Grouping 
Handout 2010 PERilAKU ORGANISASI 
FUNCTIONAL GROUPING 
• people with similar skills and performing 
similar tasks are grouped together into 
formal work units. 
• Members of functional departments share 
technical expertise, interests & 
responsibilities. 
• This structure common in business firms, 
with top management arranged by the 
functions of marketing, finance, 
production, human resource, etc. 




Plant Director ] 
I 
I I I 
Manager, Manager, Manager, [ Manager, Manager, Engineering Accounting Manufacturing Hu~n Purchasing Resources 
Handout 2010 PERILAKU ORGANISASI 
• 
~trengths and we·a:~~nesses of 
Functional Organizati~on Structure 
STRENGTHS: • WEAKNI~SSES: 
....: Allows economies of - Slow response time to 
scale within environmental changes 
functional 
departments - May cause decisions to pile 
- Enables in-depth on tclp, hierarchy overload 
knowledge and skill - leads to poor horizontal . development " _coor·dlnation among 
..... _ En.ables ·organization departments 
to accomplish 
- Resi:Jits in less innovation functional goals 
- Is best with only one - Involves restricted view of 
or few products orga1nizational goals 





• is a structure that group of peoples 
work on the same product or 
process, serve similar customers, 
and/or are located in the same area 
or geographical region. 
• The types of Divisional Grouping: 
1. By Product I Market Structure 
2. By Customer Structure 
3. By Geographical Structure 
4. By Process Structure 
Handout 2010 PERILAKU ORGANISASI 
Division Grouping by 
Product/Market: An Example Chart 
Manufacturing I Director 
l I I 
Shoes and Sandal Clothes Tolleterfes Skin Care 
Division Manager Division Manager Division Manager, Division Manager, 
Handout 201 0 PERILAKU ORGANISASl 
31 
Division Grouping by Customer: An 
Example Chart 
I Manufacturing I Director 
1 I J I 
Male Shoes Female Clothes Children Toys Adult Magazine 
Division Man•ger · Division Manager Division Manager, Division Manager, 
Handout2010 PERilAKU ORGANISA:SI 33 
Divi.sion Grouping by ~~eographical: 






I _l I l 
-
East .Java West.Java Eta II Sumatra 
Division Manager Division Manager. Division Manager. Division Manager, 
Handout 2010 PERILAKU ORGANISASI 34 
17 




I I I I 
Clothes Design Cutting Sewing Packaging 
Division Manager Division Man~ger Division Manager, Division Manager, 
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Multi-focused Grouping 
• Combining characteristics of 
functional grouping and divisional 
grouping. This grouping usually 
purposed to reach more efficiency in 
production activities and popular used 
in product manufacturing. 
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Multi-focused Grolllping: An 
Example Chart 
I Manufacturing II Director 
:·· ------------- -----· .... ---------------------------- ----~ r .. ·--- ····-----·----------- .. ------------·-····-· .... ····- : 
. I I :; I I i 
Mate Shoes 
Division Manager 
Female Clot.l\&s ~l!tlng 
Division Manager ager. ----.. .. . .. 
Financial 
Manager, 
·----- -------.. .. -......... ··--·--. ------ .. ,.._----.--........ --· -- .--· ·--------------·--.-.---.--. --·- .. -... ---.------------- --------· 
DIVISIONAL GROUPING FUP~CTIONAL GROUPING 
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I President I 
. . I r----
I I s ' p 
rl Project I ~ Ma~etmgJ I Fl~anclal II HlllM II Logistic I E Direc:tor Director Director Dl,.etor Dlr.ctor c H llrod..ct A I I ·-· - A 
Hf'roclucta l 
Man•t•r 1 ... L 
~ ProdvetC I I 
M•n•t•r I s 
--{ Product 0 T ..... .,., I -
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Strengths and Weaknesses of Matrix 
Grouping 
• STRENGTHS: • WEAKNESSES: 
-Achieves coordination - Causes participants to 
necessary to meet dual experience dual authority, 
demands from customers which can be frustrating and 
-Flexible sharing of human 
confusing 
- Means carticipants need resources across products good in erpersonal skills and 
-Suited to complex extensive training 
decisions and frequent - Is time consuming; involves 
changes in unstable frequent meetings and 
environment conflict resolution sessions 
-Provides opportunity for - Will not work unless 
both functional and participants understand it 
product skill development and adopt collegial rather than vertical-type 
-Best in medium-sized relationships 
organizations with multiple - Requires great effort to 
products maintain power balance 
Handout2010 PERILAKU ORGANISASI 
Horizontal Grouping 
• Organizes employees around core 
processes by bringing together people 
who work on a common process so 
they can ea~ily c9mmunicate and 
coordinate their efforts. The tradition-
al vertical hierarchy with departmental 
boundaries is eliminated. 




Characteristics inc:lude ..... 
• Structure created around cross--functional core 
processes rather than tasks, functions, or geogra-
phy 
• Self-directed teams are the bas1is of organizational 
design I · 
• Process owners have responsibility for each core 
process in its entirety 
• T earn members are given the sl<ills and authority to 
make decisions central to the te·am's performance 
• Customers drive the horizontal corporation with 
effectiveness measured by performance objectives. 
• The culture is open, trustful and collaborative, with 
a focus on contmuous improvement. 
Handout 2010 PERILAKU ORGANISASI 
A Horizontal Stl"ucture 




Strengths and Weaknesses of 
Horizontal Grouping 
• STRENGTHS: • WEAKNESSES: 
the ability to obtain lack of hands-on 
talent and resources control of activities 
worldwide, achieving and employees, 
scale and reach more time to manage 
without huge relationships and 
investments, being conflicts with 
highly flexible and partners, risk of a 
response to partner failing, and 
changing needs, and weak employee 
reducing loyalty and corpora-
administrative te culture. 
overhead costs. 
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Hybrid Grouping 
1. Combining characteristics of the functional 
and divisional grouping. Functions that are 
important to each product or market are decen-
tralized to self-contained units. However, other 
functions that require economies of scale and in-
depth specialization are centralized a.t headquar-
ters. 
2. Combining characteristics of functional and 
horizontal grouping. In response to concerns at 
Ford regarding customer service, executives 
decided that the horizontal model offered the best 
chance to gain a faster, more efficient, and better 
integrated approach to customer service 





(Functional and Divisional Grouping) 
I Manufacturing I Director I FUNCTIONAL GROUPIN 
-------- -------·--------------------- .- ---- ·-------- ... ------------------------------· -----·····-----------------
I I I I 
Warehousing I Human Resourc&S Marto:eting Financial I Manager Manager Manager. Manager, 
' . ·-------------- ----------- ---------... ---------------.. ... ---··---------.. -- ------.. ----- ---------........ -----.------·---- '"' 
·-------------------..... ---------- --------- --------.-----.------------------------~-------------.----·--------------- ·~ . . . . . . 
. . 
'· • ••••• • •• • • •• •• • • • • •-• •• • • • • •••• • ,..,. • ••• . .. • •• •• • • • • • • • • • • • • •"'••• "'""""" •••·•-·• •••• ••• • ••• • ••• • ••• •• • ••• • •. " "•• • • • -·~ ~--~ • .I 
' 
I DIVISIONAL GROUPING 
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Hybrid Grouping 
(Functional and Horizontal Grouping) 
45 
I FUNCTIONAL GROUPING 
Warehouting Human Resources Marto:eting 
Manager Manager Manager. Manager, 
·--.----------- ·-·---- --· ..... ------------------------·-----.--.-. ------- ---------------------.---------------------------- ---.------.... --....... -· --------.-.-- --~ -----.-------------·-------------.. -. ------------·-.-....... -----------------------. . . . . . . . 










ORG. STR~UCTURE DIMENSIONS 
1. Structu1ring of Activities and 
Span of: control --- (Leveling and 
Differen1tiation) 
2. Concentration of Authority -----
(Decision Making Process) 
3. Line control of Workflow ------
(interdependence) 
4. Specialiization, Formalization and 
Standardization 
Handout2010 PERILAKU ORGANISASI 
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1. Structuring of Activities and 
Span of Control 
DIFFERENTIATION 










1. Structuring of Activities and 
Sp~n- of Control · 
• LEVELLING refers to the sum of hierar-
. chical position of jobs within organization. 
• DIFFERENTIATION is the sum of sub-
ordinate's job which controlled by one 
functional department or division .. 
• SPAN OF CONTROL refers to the 
number of subordinate lead by one 
manager in a functional depart or division 
----- TALL or FLAT Organization 




2. Concentration of Authority 
• CENTRALIZATION refers to the extent 
to which decision making authority in 
the hand of Head Office management 
• DECENTRALIZATION refers to the 
extent to which decision making 
authority has been delegated to lower 
levels of an organization ----- (delegate 
an autonomy) 
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3. Line Control of Workflow 
(INTERDEPENDENCE) 
• INTERDEPENDENCE is whenever unit 
does not entirely control all the tasks, 
information, or resources necessary for 
competing a project. Its need 
coordination. 




2. WORKFLOW INTERDEPENDENCE 
Handout 2010 PERILAKU ORGANISASI 
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Types and Forms of Interdependence 
• FUNCTIONAL INTERDEPENDENCE is 
related to job specialization and its means 
that people who do similar jobs within organi-
zation often depend on each other to com-
plete a project. There are 3 forms of interde-
pendence: Pooled, Sequential and Reci-
procal 
• WORKFLOW INTERDEPENDENCE refers to 
the interdependence of employees across 
functional areas in producing a good/service, 
There are 2 forms of interdependence: 
Sequential and Reciprocal. 
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FORMS OF INTERDEPENDENCE 
MANAJER 
POOLED 
~ ""="'" "C7'" 
ODD 
• . '7 ""="'" ~ 
SUBORDINATES 
JOB ~0~0~0~ . JoB 
SEQUENTIAL OR 
Jos ~0~0~0~ JOB 
RECIPROCAL Jos 0=[]::0 JOB 










I Reciprocal I 
I Q I 
~ 
PERILAKU ORGANISASI 
4. 1. SPECIALIZATION 
J 
• Reflects the choices managers make 
about the·division of labor within an 
organization. 
• It explains the distribution of official 
duties and specialization reversely · 
related to individualism 
• There are 2 types of Specialization: 
1. HORIZONTAL SPECIALIZATION 
2. VERTICAL SPECIALIZATION 
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Horizontal Vs Ve~rtical 
Specializatio~n 
1. HORIZONTAL SPECIJ!~LIZATION 
refers to the scope of a job, or the 
degree to which an employee 
performs a complete jolb 
2. VERTICAL SPECIALI2:A TION 
refers to the degree of control an 
employee has over a job 
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Horizontal Vs Vertical 
Specializati~n 
• HORIZONTAL The jobs of three tasks. One 
57 
Sf?ECIALilATION who assembles a component, 
an other who test it, and 
another who packages it. 
,, 
(one job mul1ti employee) 
• VERTICAL •A job of an employee who 
SPECIALIZATION performs assemble task, test 
. ' tas~. and packaging task. (one 
.. ~ ,.... ' empkw.e~ .rnulti tasks) 
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4.2. formalization 
• The extent to which RULES, POLICIES, 
PROCEDURES, INSTRUCTIONS and 
COMMUNICATIONS are written. 
• Referred to the term used for the policies, 
procedures, and methods that the organiza-
tion has developed over time to guide 
people in their jobs; these guides often 
increase efficiency and consistency in the 
work and decisions made by personnel in 
the organization. 
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4.2. formalization 
• RULES explains something to obey and 
forbidden by all individuals within organization 
• POLICIES describe the decisions that establish 
to support the existence of activities. 
• PROCEDURES describe the crnical steps 
undertaken to achieve policy intent. 
• INSTRUCTIONS describe an order or 
command to activities which someone 
responsible to handle 
• COMMUNICATIONS is a process of transfer 
information within organization and to external 
entities 




• is the process of developing and agree-
ing upon standard. A standard is a 
document that establishes uniform 
en.gineering or technical specifications, 
criteria, methods, processes, or practices 
• standardization refers to measure-
ments or assessments conducted 
under exact, specified, and repeatable 
conditions to measure unit's or 
activity's performance. 
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TOPIK4 
.: . · .o:, 
ORGANIZATIONAL 
BEHAVIOR, ATTITUDES 
AND J'.OB SATISFACTION 





• A field of study that investigates the impact that 
individuals, groups, and structure have on behavior 
.within organizations, for the purpose of applying 
such knowledge toward improving an organization's 
effectiveness 
• The study of individual behavior and group 
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Enter Organizational Behavior 
organizational behavior 
(OB) 
A field of study that 
investigates the tmpacr that 
individuals. groups. and 
structure have on behavior 
within o rganizations. for the 
purpose of applying such 
knowledge coward in-i"proving 
an organization's effectiveness. . 
intuition 
A feeling not necessanly 
supported by research. 
systematic study :, 
I I • Looking at: re_.acfonships. 
attempting to attribute 
causes and effects. and 
drawing conclusions based 
o n scientific evidence . 
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• Competitive advantage of an organization 
today is represented by: 
-Human resource of an organization and how 
they are managed. 
- Widely recognized as human capital, social 
capital and positive psychological capital. 
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Contributing Disciplines to the 08 Field 
psychology 
The science rhat seek$ co 
measure. exp:lain, and 
sometimes change c:,e 
Learning 
behavior of humans and Motivation 




p hoi ~ Leadership effectiveness 
syc ogy Job solisfoclion ... ., ..... ~~ 
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Contributing Disciplines to the 08 Field 
(cont'd) 
sociology 
The study of people in relation 








s~ci~l~gy r- Intergroup behaviot 
Formal organization theory 
f-- Group I Organizationel technology "-- Organization chenge 
Organizational culture 
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Contributing Djsciplines to the OB Field 
(cont'd) 
social psychology 
An area within psychology 
rhat blends conceptS from 
psychology and sociology and 
that focuses on the influence 





Group decision making 
67 
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Contributing Disciplines t~o the 08 Field 
(cont'd) 
anthropology 
The study of societies co 
l~arn about human beings 
and che1r actiVities. 
Comporativevolues _11·~·- ------
- Comparative attitudes Group 
h I 
t CrosKvlturol analysis I 
Ant ropo ogy r 
- Orgoni.zotionol cult~re l- Orgo;izo~ion 
Organizational environ~ system 
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Contributing Disciplines t4:> the 08 Field 
(cont'd) 
political science 
The study of the behavior of 
individuals and groups within 
a political environment. 
• • 1(>. ~. 
Connct :J-1 0 . . lntroorgoniz.Qtional pe~litics rgontzatlon 
Power system 
Politi~ol ~ienc~ r 
69 
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35 
• Cognitive Frarnework 
- Personality 
- Satisfaction, Commitment and Absenteeism Model 
- Attraction- Selectilon-Attrition Model 
• Behaviorist Framework 
-Pavlov's Dogs 
- Environmental Ccmtingencies 
• Social Cognitive Framework 
- Allows for more oomplexities 
- More accepted framework 
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8 . Su-es~ & \ on(IICI 
C~ollivc O RC.ANIZA TIONAL - tJ. Powl'< &. f>l.1lltlt:s 
/ 
8fHAVIIOR 
1 U. Group~ & ft">>m~ 
c uuni rivt' Pf"(I( '('"'~"C .. 
' • l 1t •t .. t•U,IfltV ,t,. \tltlllll•"• 
I t t\1\utl\ . llutn,Jt f\t '< d ' ,\• l'ruc: l....,!-1'' 
:". t•n _o,•l t'-t • (Jq:;~l • ut,tfHJn,tl l&• ·h.tviu;r 
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. 
ManagiDs & • 
le~i"J fa. Higfl 
Pt~famuncc 
11 . h..,h Or-sign Ft 
t:o.ll> 
I t . Bc·ho.~vlor.ll 
M,,,,.,;gcn•«'nl 
I J. I eMft•r>:hip 
l't(l( .... ~ 
14 . tjrcdl lt'\l!l<n 
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There Are Few Absolutes in 08 
contingency variables 
Situational factors : variables 
that moderate the 
relatio nship between two o r 
more other variables and 
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Task environment: 
I 
Competitors, Unions, Regulatory agencies, Clients 
.-·- --·--- - -- -- - ----- -- - -- ·-- -~ ---- -- - . . -- ...... ... .. 
y 
.. r ; '- .. .. .. 
: // · / Structure ~·····< .. 
73 
Inputs. : :,/ I Task I J ' ', 
M I Technology : atena •, : Outputs: 
Capitalq\ People / / q Products 
Human ··,·· .. , ~ (Actors) / .· / Services 
.... ...... ... ... .-- " 
-... ... ...... ......... ---- ---... _____ ___ __ ___________________ _ 
Organizational Boundary 
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Challenges and Opportunity for OB 
• Responding to Globalization 
• Managing Workforce Diversity 
• Improving Quality and Productivity 
• Responding to the labor Shortage 
• Improving Customer Service 
r!ffriJ 
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Challenges and Opportunity for OB 
(cont'd) 
• Improving People Skills 
• Empowering People 
• Coping with "Temporariness" 
• Stimulation Innovation and Change 
75 
• Helping Employees Balance Work/Life Conflicts 
• Improving Ethical Behavior 
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Basic 08 Model, Stage I 
model 
An abstraction of reality. 
A simplified representation 





...-tl(f .d#Ct¥~ J .@ . QIV 
Handout 2010 PERILAKU ORGANISASI 
The Dependent Variables 
dependent variable 
A response that is affected 
by 'an independent variable. 
productivity 
A performance measur.e that 
includes effectiveness and 
efficiency: 
efficiency 
The··ratio of effective output 




Achievement of goals. 





The Dependent Variables (cont'd) 
absenteeism 




Discretionary behavior that 
is not part of an employee's 
formal job requirements. but 
that nevertheless promotes 
the effective functioning of 
the organization. 
turnover 
The voluntary and 
involuntary permanent 
withdrawal from an 
organization. 
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The Dependent Variables (cont'd) 
job satisfaction 
A general atcitud~ toward 
one's job; the difference 
between the amount of 
reward workers receive and 
the amount they believe they 
should receive. 
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The Independent \tariables 
i:n.cl.epe:n.de:n.t va.riabl.e 
The presumed ca u se e>f" se>m~ 




I ' Individual-level Group-Level ] Organization Variables Variables System-Level 
Variables 
. -
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The opinion or belief segment 
of an attitude. 
Affective Component 
The emotiomtl or feeling segment 
of an attitude. 
Behavioral Component 
An intention 1to behave in a certain 





The Theory of Cognitive Dissonance 
Cognitive Dissonance 
Any incompatibility between two or more attitudes 
or between behavior and attitudes. 
Desire to reduce dissonance 
• Importance of elements creating dissonance 
• Degree of individual influence over elements 
• Rewards involved in dissonance 
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Measuring the A-B Relationship 
. 
• Recent. research indicates that attitudes (A) 
significantly predict behaviors (B) when 
moderating variables are taken into account. 
Moderating Variables 
• Importance of the attitude I 
. -· .- -- - . 
• Speci~ic.i~ ~!.the attitude 
• Accessibility of the attitude 
• Social pressures on the Individual 
• Direct experience with the attitude 





Attitudes are used after the fact to make sense 
out of an action that has already occurred. 
Types of Attitudes 
Job Satisfaction 
A collection of positive and/or negative feelings that an individual 
holds toward his or her job. 
Job Involvement 
. Identifying with the job, actively participating in it, and considering 
performance important to self-worth. 
Organizational Commitment ·· 
Identifying with a particular organization and its goals, and wishing 
to maintain membership in the organization. 
I 
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Types of Attitudes 
Perceived Organizational Support (POS) 
Degree to which employees feel the organization cares 
about their .well-being. · 
Employee Engagement 
An individual's involvement with, satisfaction with, and 
enthusiasm for the organization. 




An Application: Attitude Surveys 
Attitude Surveys 
Eliciting responses from employees through 
questionnaires about how they feel about their jobs, 
work groups, supervisors, and the organization. 
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Attitudes and Workforce Diversity 
• Training activities that can reshape ·employee 
attitudes concerning diversity: 
- Participating in diversity training that provides . 
for self-evaluation and group discussions. 
-Volunteer work in community and social serve 
centers with individuals of diverse backgrounds. 
- Exploring print and visual media that recount 
and portray diversity issues. 
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Job Satisfaction 
• Job satisfaction is a positive attitude toward 
~me's job and work experiences. 
• Job satisfaction can predict absenteeism, 
turnover, and organizational citizenship. 
• Job satisfaction has a compllex relationship with 
job performance. 
• Measuring Job Satisfaction : 
- Single global rating 
- Summation score 
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Job Satisfaction (cont ... ) 
• I 
89 
Job satisfaction is an important work attitude, reflecting a 
person's evaluation of the job, 1co-workers, and other 
aspects of the work setting . 
• What we knpw from job satisfaiCtion studies: 
• Majority of American workers at least somewhat 
sattsfied with jobs. 
• About 14o/o ·are "very satisfied." 
• Job satisfaction declined 9o/o from 1995 to 2d05. 
• Job satisfaction higher in smaUer firms {0 50 
employees) than larger ones (CJ5000). 
• Job satisfaction and life satisfa1ction tend to run 
together 
Handout 2010 PERILAKU ORGANISASI 90 
45 
Job Satisfaction 
• Job satisfaction is a positive attitude toward 
one's job and work experiences. 
• Job satisfaction can predict absenteeism, 
turnover, and organizational citizenship. 
• Job satisfaction has a complex relationship with 
job performance. 
• Measuring Job Satisfaction : 
- Single global rating 
- Summation score 
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Job Satisfaction (cont ... ) 
89 
Job satisfaction is an important work attitude, reflecting a 
person's evaluation of the job, co-workers, and other 
aspects of the work setting 
• What we ~now from job satisfaction studies: 
• Majority of American workers at least somewhat 
sattsfied with jobs. 
• About 14% are "very satisfied." 
• Job satisfaction declined 9% from 1995 to 2005. 
• Job satisfaction higher in smaller firms (0 50 
employees) than larger ones (0 5000). 
• Job satisfaction and life satisfaction tend to run 
together 
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How Employees Can Express 
Dissatisfaction 
Exit 
Behavior directed toward 
leaving the organization. 
Loyalty 
Passively waiting for 
conditions to improve. 
Voice 
Active and constructive 
attempts to improve 
conditions. 
Neglect 
Allowing conditions to 
worsen. 
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Resp<?nses to Job Dissatisfaction 
Active 
EXIT VOICE 
Deslruclive - - - ---+------Constructive 
NEGLECT LOYALTY 
Passive 
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The Effect Qf Job Satisfaction on 
Employee Performance 
• Satisfaction and Productivity 
- Satisfied workers aren't necessarily more productive. 
- Worker productivity is higher in organizations with more 
satisfied workers. 
• Satisfaction and Absenteeism 
- Satisfied employees have fewer avoidable absences. 
• Satisfaction and Turnover 
- Satisfied employees are less likely to quit. 
- Organizations take actions to retain high performers 
and to weed out lower performers. 
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Job Satisfaction and OCB 
• Satisfaction and Organizational Citizenship 
Behavior (OCB) 
' - Satisfied employees who feel fairly treated by 
93 
and are trusting of the organization are more 
willing to engage in behaviors that go beyond the 
normal expectations of their job. 
; ~-t:' r.- . 
..... _,;~(~ ~· 
'···~ 
..Jt' ' "" 
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Job Satisfaction and Customer 
Satisfaction 
• Satisfied employees increase customer 
satisfaction because: 
-They are more friendly, upbeat, and 
responsive. 
-They are less likely to turnover which helps 
build long-term customer relationships. 
-They are experienced. 
• Dissatisfied customers increase employee 
job dissatisfaction. 
Handout2010 PERILAKU ORGANISASI 
TOPIK 5 
PERSONALITY, VALUES, 
PERCEPTION and INDIVIDUAL 
DECISION MAKING 
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What Is Personality? 
Personality 
The sum total of ways in which an individual reacts and 
interacts with others, measurable traits a person exhibits 
Personality Traits 
Enduring characteristics 
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Personality Tf'aits 
Enduring characteristics th•zt describe an 
individu!Jl 's behavior 
97 
- The more consistent the characteristic and the 
more frequently it occurs in diiverse situations, the 
more important the trait. 
•Two dominant frameworks used to describe 
personality: 
- Myers-Briggs Type Indicator (.MBTI®) 
- Big Five Model 
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The Myers-Briggs Type Indicator 
• Most widely used instrument in the world. 
• A personality test that taps four characteristics and classifies people 
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Meyers-Briggs (cont'd) 
A Meyers-Briggs Score 
-Can be a valuable too for self-awareness and 
career guidance 
BUT 
- Should not be used as a selection tool 
because it has not been related to job 
performance! 
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The Big FiVe.~ode! ofPerSonaiTfy --~ 
D•mensaons 
Extroversion 
Sociable, gregarious, and assertive 
Agreeableness 
Good-natured, cooperative, and trustin!~ 
C.onscientiousness 
Responsible, dependable, persistent, and organized 
Emotional Stability 
Calm, self-confident, secure under stre~ss (positive), versus 
nervous, depressed, and insecure unde~r stress (negative) 
Openness to Experience 
Curious, imaginative, artistic, and sensitive 
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How Do the Big Five Tr;aits Predict 
Behavior? 
• Research has shown this to be a better framework. 
• Certain traits )lave been shown to strongly ·relate to higher job 
performance: 
101 
- Highly conscientious people develop more job knowledge, exert 
greater effort, and have better performance. 
- Other Big Five Traits also have implications for work. 
• Emotional stability is related to job :satisfaction. 
• Extroverts tend to be happier in their jobs and have good 
social skills. 
• Open people are more creative and can be good leaders. 
• Agreeable people are good in social settings. 
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Measuring Personality 
Personality Is Measured by: 
• Self-Report Surveys 
• Observer-Rating 
Surveys 
• Projective Measures 
- Rorsch~ch Inkblot T~st ~~jllilck£~~~~wW.w~a~~• 
-Thematic Apperception h!~fa...La~~-~£J~t¥L~~1~1~ Test · ""' :lit . . · 
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Major Personality Attributes Influencing 
OB 
• Core Self-Evaluation 
- Seif -Esteem ' 
- Locus of Control 
• Machiavellianism 
• Narcissism 
• Self -Monitoring 
• Risk Taking 
• Type A vs. Type 8 Personality 
• Proactive Personality 
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I Core Self:evatUatiOn:lwo Main 
I ______ Components 
Self-Esteem 
Individuals' degree of liking or disliking themselves 
Locus of Control 
The degree to which people believe they are masters of 
their own fate 
• Internals (Internal locus of control) 
Individuals who believe that they control what 
happens to them 
• Externals (External locus of control) 
Individuals who believe that what happens to 
them is controlled by outside forces such as luck 
or chance 
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Machiavellianism 
Machiavellianism (Mach) 
De'gree to w·hich an individual is pragmatic, 
maintains emotional distance, and believes that 
ends can j!Jstify means 
Conditions Favoring High Machs 
• Direct interaction with others 
• Minimal rules and regulations 
• Emotions distract for others 





A Narcissistic Person 
• Has grandiose sense of self-importance 
• Requires excessive admiration 
• Has a sense of entitlement 
• Is arrogant 
• Tends to be rated as less effective 
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Self-Monitoring 
Self-Monitoring 
A personality trait that measures an 
individual's ability to adjust his or 
her behavior to external, situational 
factors 
High Self-Monitors 
• Receive better performance ratings 
• Likely to emerge as leaders 
• Show less commitment to their 
organizations 




• High Risk-Taking Managers 
- Make quicker decisions 
- Use less information to make decisions 
- Operate in smaller and more entrepreneurial organizations 
• low Risk-taking Managers 
- Are slower to make decisions 
- Require more information before making decisions 
- Exist in larger organizations.with stable environments 
• Risk Propens-ity 
- Aligning managers' risk-taking propensity to job 
requirements should be benefidal to organizations 
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Personality Types 
Type As 
1. Are always moving, walking, and eating rapidly 
2. Feel impatient with the rate at which most events take place 
3. Strive to think or do two or more things ~t ·once 
4. ' Cannot cope with leisure time 
5. Are obsessed with numbers, measuring their success In terms of 
how m~ny or how much of everything they acquire 
Type Bs 
1. Never suffer from a sense of time urgency with its 
accompanying impatience 
2. Feel no need to display or discuss either their achievements or 
accomplishments 
3. Play for fun and relaxation, rather than to exhibit their 
superiority at any cost 
4. Can relax without guilt 








shows initiative, takes 
action, and perseveres until 
meaningful change occurs 
Creates positive change in 
the environment, 
regardless or even in spite 
of constraints or obstacles 
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Values 
111 
• Definition: Mode of conduct or end .state is 
personally or socially preferable (i.e., what is right 
and good) 
• Basic convictions on how to conduct yourself or 
bow to live your life that is personally or sociaUy 
preferable- "How To" live life properly. 
• Value System: A hierarchy based on a ranking of 
an individual's values in terms of their intensity 
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Importance of Values 
• Provide understanding of the attitudes, 
motivation, and behaviors of individuals and 
cultures 
• Influence our perception of the world around us 
• Represent interpretations of "right" and "wrong" 
• Imply that some behaviors or outcomes are 
preferred over others 
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Desirable end-states of existence; 
the goals that a person would like 
to achieve during his or her lifetime -
Instrumental Values 
Preferable modes of behavior or 
means of achieving one's termin~l 
values 
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Values in the Rokeach Survey 
TerminaJ Value& Instrumental Values 
A comfortJble life (a prosperous life) Ambi~iOU$ (hardworking. <>splnng) 
An exciting life (a Himulating. active life) Broad-m inded (open-minded) 
A sense of ~ccomplishmenc (lasting contribucion) Capable (competent. effective) 
A world at pe-.:~ce (free of w.~r and connicr) Cheerful (lighd1earted, joyful) 
A world o( beatlt)' (beauty of nature aud the arts) Clean (near. tidy) 
EqUOllfry (b•·otflerhood, cqu~l opportunity for <~II) Courageou$ (scanding LIP 101- your beliefs) 
f~mily secumy (taking care of loved ones) Forgiving (willi"g to ~rdon others) 
Freedom (independence. f.-ee cho1ce) Helpful (working for d'e welfare of other~) 
Happiness (contentedness) Honest (sincere, tn.1rhful) 
Inner lklrmony (freedom from Inner conRkt} Imaginative (daring, cre<~tive) 
M~tuf'l! love (sexu~l and $piritual i11timacy) Independent (self-1-eliant, sdf-su fficient) 
National security (procecclon fl-om actJck) lm~llecrual {intelligent, r·eflectlve) 
Pleasure (3n en1oy:.blt>, kmurely life) Logfc.'ll (c:onslsrent.. ration:~ I) 
S:1lvation (saved. eternal life) l oving (affectionate. tender) 
Self-respect tself-~teem) Obedient (dutiful. r espectful) 
Sod31 re<ognicion (respect, admiration) Polite (courteous, well-mannered) 
'Ti-ue friendsh1p (clo~e companionship) Responsible (dependable. reli;~ble) 
Wisdom I" mature under·st:~hding of life) Self-controlled (restrained. self"disciplined) 
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Value Differences Between Groups 
Executives Union Members A<tivl~ts 
Terminal Instrumental Terminal ln&trumental Terminal lnurumental 
I. Self-respecL I. HonesL, I. F~mily ~ecuricy I. Responsible I. -Equality I. Honest 
2. Family sec•.uicy 2. Reoponsible 2. Fo-eedom 2. Honest 2. A world o( 2.. Helpful • 
peace 
J . F,...edom .l. Cap.~ble 3. H~ppfnltS& 3. Cour.lgeous 3. Family se<Urity 3. Courageous 
1- A sense of 4. Ambitious 4_ Self-r .. spec< 4. Independent 4. Self-o-espect 4 , Resp01'15ible 
accompli~hmes>t 
5. Happiness 5. Independent 5. MJcure love 5. c~pable i. Fre-Mom 5. C01p3ble . -




Dominant Work Values 
Workforce Current Age 
Veterans 1950-1964 65+ Hard working, conservative, 
conforming; loyalty to tbe 
organization 
Boomers 1965-1985 40-60s Success, achievement, ambition, 
dislike of authority; loyalty to 
career 
Xers 1985-2000 20-40s Work/life balance, team-
orient.ed, dislike of rules; loyalty 
to relationships 
Nexters 2000-Present Under 30 Confident, fmancial success, 
self-reliant but team-oriented; 
loyalty to both self and .. 
rei a tionships 
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Linking Personality and Values to the 
Workplace 
117 
Managers are less interested in someone,.s ability to do a specific job 
than in that person's flexibility. 
I • 
• Persoo-Job"Fit: 
- John Holland's Personality-Job Fit Theory 
• Six personality types 
• Vocational Preference Inventory (VPI) 
Key Points off:he Model : 
• There appear to be intrinsic differences in personality between 
people 
• There are different types of jobs 
• People in jobs congruent with their personality should be more 
satisfied and have lower turnover 
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Values, Loyalty, and Ethical Behavior 
Handout2010 
Ethical Values and 
Behaviors of Leaders 
Ethical Climate in 
the Organization 
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Identifies six personality 
types and proposes that the 
fit between personality type 
and occupational 
environment determines 
satisfaction and turnover 
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Organizational Culture Profile (OCP) J 
• Useful for determining person-
organization fit 
• Survey that forces choices/rankings 
of one's personal values 
• Helpful for identifying most important 
values to look for in an organization 
(in efforts to create a good fit) 
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What is Perception? 
• A process by which individuals organize and 
interpret their sensory impressions in order to 
give meaning·to their environment. 
12:?. 
• People's behavior is based on their perception 
of what reality is, not on reality itself. 
• The world as it is perceived is the world that is 
behaviorally important. 
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Perceptions and Individual De-cision Making 
• Problem 
-A perceived discrepancy between the current 
state of affairs and a desired state 
• Decisions 
- Choices made from among alternatives 
developed from data 
• Perception Linkage: 
- All elements of problem identification and the 
decision making process are influenced by 
perception. 
• Problems must be recognized 
• Data must be selected and evaluated 
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Decision-Making Models in Organizations 
• Rational Decision-Making . 
- The "perfect world" rnodel: assumes complete 
in{ormatiof)1 all options known, and maximum payoff 
. - Si,x-step decision-making process 
• Bounded Reality 
- The "real world" model: seeks satisfactory and sufficient 
solutions from limited data and alternatives 
• Intuition 
- A non-conscious process created from distilled 
experience that results in quick decisions 
• Relies on holistic associations 
• Affectively charged - engaging the emotions 
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Common Biases and Errors in Decision-
Making 
• Overconfidence Bias 
- Believing too much in our own ability to make good 
decisions - especially when outside of own expertise 
• Anchoring Bias 
- Using early, first received information as the basis for 
making subsequent judgments 
• Confirmation Bias 
- Selecting and using only facts that support our 
decision 
• Availability Bias 
- Emphasizing information that is most readily at hand 
• Recent 
• Vivid 
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More Common Decision-Making Errors 
• Escalation of Commitment 
- Increasing commitment to a decision in spite of 
evidence that it is wrong - especially if responsible for 
the decision!. · 
• Randomness Error 
- Creating meaning out of random events - superstitions 
• Winner's Curse 
-Highest bidder pays too much due to value 
overestimation 
-Likelihood increases with the number of people in 
auction · 
• Hindsight Bias 
- After an outcome is already known, believing it could 
have been accurately predicted beforehand 
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Individual Differences in D~!cision-Making 
• Personality 
- Conscientiousness may effect escalation of 
commitment 
• Achievement strivers are likely t:o increase 
commitment 
• Dutiful people are less likely to have this bias 
- Self-Esteem 
• High self-esteem people are susceptible to self-
serving bias 
• Gender 
• Women analyze decisions more than men - rumination 
• Women are twice as likely to develop depression 
• Differences develop early 
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Organizational Con~;traints 
• Performance Evaluation 
- Managerial evaluation criteria innuence actions 
• Reward Systems 
129 
-Managers will make the decision with the greatest 
personal payoff for them 
• Formal Regulations 
- Limit the alternative choices of dlecision makers 
• System-~imposed Time Constraints 
- Restri'ct"ability to gather or evaluate information 
• Historical Precedents 
- Past decisions influence current decisions 
Handout2010 PERILAKU ORGANISASI 130 
65 
Ethics in Decision Making 
• Ethical Decision Criteria 
- Utilitarianism 
• Decisions made based solely oh the outcome 
• Seeking the greatest good for the greatest number 
• Dominant method for businesspeople 
-Rights 
• Decisions consistent with fundamental liberties and 
privileges 
• Respeeting and protecting basic rights of· individuals such as 
whistle blowers 
-Justice 
• Imposing ahd enforcing rules fairly and impartially 
• Equitable distribution of benefits and costs 
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Ethical Decision-Making Criteria 
Assessed 
• Utilitarianism : 
-Pro: Promotes efficiency and productiv~ty 




- Pro: Protects individuals from harm, preserves rights 
- Con: Creates an overly legalistic work environment 
• Justice 
-Pro: Protects the interests of weaker members 
- Con: Encourages a sense of entitlement 
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TOPIK 6 
MOTIVATION AND ITS 
APLLICATIONS 
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What Is Motivation? 
Intensity 




What is Motivation? 
Motivation 
The processes that account for an individual's 
intensity, direction, and persistence of effort 
toward attaining a goal. 
" 
Key Elements 
1. Intensity: how hard a person tries 
2. Direction: toward beneficial goal 
. 3 . Persistence: how long a person tries 
Handout2010 PERILAKU ORGANISASI 135 
Hierarchy of.. N.eed$(,.Tt:u~ocy : (""'-slow), 
.• ~ - .L__ ~. ··~~· ,, · .; ·, 
' .. ' 
Hierarchy of Needs Theory . 
There i~ a hierarchy of five -
needs-physiological, safety, 
social, esteem, and self-
actualization; as each need is 
substantially satisfied, the next 
need becomes dominant. 
.• 
Self-Actualizatjon 
The drive to become what one is capable of 
becoming. 
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I Maslow's Hierarchy 4:>f Needs I 
Lower-Order Needs Higher-Order Needs 
Needs that are satisfied Needs that are satisfied 
externally; physiological 
~ 
internally; sodal, esteem, 
and safety needs. and self-actualization 
needs. 
/ Esteem ~~ 
/ Social ~ 
/ Safety ~ 
/ ·Physiological ~ 
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[ Assumptions of Maslow's Hierarchy ] 
Movement up the Pyramid 
•Individuals cannot move to the next higher level until all 
needs at the current (lower) level are satisfied. · 
• Individuals therefore 
must move up the 
hierarchy in order 
Maslow Application: 
A homnless person 
will not: be motivated to 
medita1tel 
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I I Having Little Ambition I 
Theory X ~ Disliking Work 
Managers See Workers As ... 
I Avoiding Responsibility 
I Self-Directed 
Theory Y 
~ Enjoying Work 
Managers See Workers As .•. 
l Accepting Responsibility 
Prentice Hall, 2001 
Herzber,~'s T~o-Factor Theory 
Bottom Line: Satisfaction and 












Extrinsic & Related 





1 ntrinsic and Related 
to Satisfaction 
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Comparison of Satisfiers 
and Dissatisfiers 
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Satisfaction Di ssoti sfoction 
Herzberg's view 
Motivators ,_,,.J • "· I' ... . .. .., Satisfaction No satisfaction 
Hygiene factors l 
•• **a 44 At 
,_ 
z;a:; ;neJttua " ~ :a iJ Ctbl 
No dissatisfaction Dissatisfaction 




[ David McClelland's Theory of Needs 
Need for Achiev•~ment Need for Affiliation 
The drive to excel, to achieve The desire for friendly 
in relation to a set of and close personal 
standards, to strive to relationships. 
succeed. 
Bottom Line: 
Need for Power Individuals have 
The need to make otlhers different levels of needs 
behave in a way that they in each of these areas, 
would not have behaved and those levels will 
otheiWise. drive their behavior 
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l Matching High Achievers and Jobs 
Achievers p refe1r 
jobs that offer 
Handout20 10 







Cognitive Evaluation Theory Hint: For this theory, Providing an extrinsic reward for ' · 
~ehavior that had been previously · think about how fun it 
Qnly ~ntrinsically rewarding tend.s to is to read in the 
decrease the overall level of summer, but once 
motivation. reading is assigned to 
you for a grade, you 
don't want to do it! 
The theory may only be relevant to . 
' . 
jobs that are neither extremely 
dull nor extremely interesting 
. . .. - .. 
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... Wb:at do yqu.JtaeaJI moaey lsll"t ev~ 'I'Ida 
la a bank!•• 
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Goal-Setting Theory (Edwin Locke) 
Basic Premise: That specific and difficult 
goals, with self-generated feedback, lead to 
higher performance. 
But, the relationship between goals and 
performance will depend on 
•goal com1mitment 
-"1 want to do it & I can do it" 
•task characteristics (simple, well-learned) 
•national culture 
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Goal Setting in Action: MBO Programs 
Management J!y Objectives Programs 
• Company wide goals & objectives 
• Goals aligned at all levels. 
• Based on Goal Setting Theory 
What is MBO? Key Elements 
1·: Goal specificity . 
147 
MBO is A program that .. 
encompasses specific goals, 
participatively set, for an 
explicit time period, with 
feedback on goal progress. 
2. · Participative decision 
making 
3. An explicit time period 
4. Performance feedback 
Handout 201 o PERILAKU ORGANISASI 148 
Cascading of Obj~ectives 
lndustriol products division f ... -----· -- 1·~-- -· - -·· ·- .I 
f + 
1~ 
00 0 0 0 0 000 0 0 
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Linking MBO and Goal-Setting Theory 
• u 
MBO · · Goal-Setting Theory 
G~al Specificity Yes Yes 
Goal Difficulty Yes Yes 
Feedback Yes Yes 
Participation Yes No 
(qualified) 
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Why MBOs Fail 
• Unrealistic expectations 
about MBO results 
• Lack of commitment by 
top management 
• Failure to allocate 
reward properly 
• Cultural incompatibilities 
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S~lf-Efficacy 
•An individual's feeling that s/he can 
complete a task (e.g. ''I know .1 can!") 
• -
•Enhances probability that goals will 
be achieved 
Not to be confused with: 
Self Esteem, which is .... 
, ., 
Individuals' degree of liking or disliking 
themselves. 





Self-Efficacy and Goal Setting 
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Four Ways of lnc.reasing Self Efficacy 
(Bandura) 
1. Enactive Mastery 
- . 
2. Vicarious Nihdeling 
3. Verbal Persuasion 
4. Arousal 
Note: Basic Premise/Mechanism of l~ygmalion and 
Galatea Effects .. 
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Reinforcement Theory 
Argues that behavior is a function of its 
consequences. 
Assumptions: 
• Behavior is t;!nvironmentally caused. 
• Behavior can be modified {reinforced) by 
providing (c•ontrolling) consequences. 
• Reinforced behavior tends to be repeated. 




Individuals comp;are their job inputs and outcomes 












Equity Theory (cont'd) 
Ratio Comparisons* 
0/IA < 0/ls 
0/IA = 0118 
0/IA > 0/18 
Perception 
Inequity due to being underrewarded 
Equity 
Inequity due to being overrewarded 
-Where 011,.. represent~ che employee: and 0/18 represen~ relevant others. 
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Equity Theory (cont'd) 
Choices for dealing with inequity: 
1. Change inputs (slack off) 
2. Change outcomes (increase output) 
3. Distort/change perceptions of self 
4. Distort/change perceptions of others 
5. Choose a different referent person 
6. Leave the field (quit the job) 




Equity Theory (cont'd) 
Propositions relating to inequitable pay: 
1. Overrewarded hourly employees produce more 
than equitably rewarded employees. 
2. Overrewarded piece-work employees produce 
less, but do higher quality piece work. 
3. Underrewarded hourly employees produce lower 
quality work. 
4. Underrewarded employees produce larger 
quantities of lower-quality piece work than 
equitably rewarded employees. 
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Justice and Equity Theory 
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Three types of Justice I 
Distributive Justice 
Perceived fairness of the 
outcome (the final 
distribution). 
"Who got what?" 
Procedural Justice 
The perceived fairness of 
the process used to 
determine the outcome 
(the final distribution) .. 
"How was who gets what 
---------- decided?" 
Handout 201 0 
Interactional Justice 
The degree to which one 
is treated with dignity 
and respect. 
"Was I treated well?" 
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Expectancy Theory 
lijffi5flj f,j Expectancy Theory 
( j1 
Individual · \ . j 
effort 
-·~ ... ......... - .... 
(i": Ef!Ort-performon<e relationship 
..1 
( i ) Performoo:e-reword relationship 
'· -
(.3~> P;·Wcirds.p« sotlal gool ~ .. relot!~llnh ip 





:···~·~·: ... , ............ ~ ·~ 
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Expectancy Theory.( cont .... ) 
Bottom line 
• All three links between the boxes must be intact 
or motivation will not occur. Thus, 
•Individuals must feel that if they try, they can 
perform 
And 
•If they perform, they will be rewarded 
And 
•When they are rewarded, the reward will be 






PERILAKU ORGANISASI 163 
' 
: - ·-- ·· - -- · • -· --·-·· • High ~ch - - --- •• , 
I 
J. _ --·-·· ·- ·- ··--~---...- Jcb -·--l ! ; • Desigll J 
J • ! 
; ! Equity . 
: ' coQpor~on I 
f1 lA ~ 
~ I j Performance. 1 l' 1: 
Opportur>ily Ablloty 8'of01uollon · 
cr iter ia 
lnd~vrduol L Individual + • ~nt<tatfonol ~ Personal 
·H;- t -~:. ' H ,_.,.j, t .~• tl 





- Goolr. direct behavoor ----. ......... - -----·-·' 
Handout 2010 PERILAKU ORGANISASI 164 
Job Design Theory 
Job Characteristics 
Model 
Identifies five job 
characteristics and their 
relationship to personal 
and work outcomes. 
Characteristics: 
1. Skill variety 
2. Task identity 
3. Task significance 
4. Autonomy 
5. Feedback 
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Job Design Theory (cont'd) 
• Job Characteristics Model 
- Jobs witt{skill variety, task identity, task significance. 
autonomy, and for which feedback of results is given, 
directly affect three psychological states of employees: 
• Knowledge of results 
• Meaningfulness of work 
• Personal feelings of responsibility for results 
165 
- Increases in these psychological states result in increased 
motiv~tion, performance, and job satisfaction. 
Handout2010 PERILAKU ORGANISASI 166 
83 
Examples of Hi!gh and Low Job Characteristics 
Characteristics Examples 
Sklfl Y«rletv 
• High variety The owner-opera tor of a garage who does electrical repair, rebuilds engines, 
does body wor1<. and lnteracu with customers 
• l .ow variety A bodyshop worl(er who sprays paint eight hoUJS a day 
Task ldentHy 
• High Identity A cabinetmaker 1.vho designs a piece of fumiture. selects the wood, builds the 
object, and finishes it to perf;ection 
• low Identity A worker in a funniture factory who operates a lathe to make table legs 
TfSk Slgqfficance 
• High significance Nursing the sick in a hospttallntensive care unit 
low significance Sweeping hospital noors 
A!lfonomy 
• High autonomy A telephone installer who schedules his or her own work for the day, and 
decides on the best techniqutes for a particular installatiOn 
• Low autonomy A telephone ope1rator Who must handle calls as they come according to a 
routine, h1ghly specified proc:edure 
Feedb@ck 
• High feedback An electronics fac!Dry wori<er Who assembles a radio and then tests It to 
determine if it operates property 
• low feedback An electronics fa,ctory worker who assembles a radio and then routes it to a 
quality control Inspector who tests and adjusts It 
Prentice Hall. 2003 
The Job <:haracteristics Model 
Core job 
dimension$ 
Skill vor iety 
T osk identity 
Tusk :.rgn 1ficonce 
C rt tical 
p~ychologicol $Iotas 
Ex peri P.nce<l 
meaningfulness 















outcome$ of lhe work 1--~ 
Knowledge of the 
oclual r esuhs of the 





with the w ork 
low absenteei:o.rn 
a nd tu1 nover 
t 
.. .. 
- J,R. Hocllman 11M GJI 00<111011\ \MIIII Dolfgn ( .. CMpt04 ,..,.. pp 7t-4!0) e 19110 !')' Acl<ll....,.w-, Publishing c..., Inc. R""""'od by potmi1..,., or-.o...w .... , lofV"Wl. ,..._ 
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[ Job Design Theory (cont'd) 
Skill Variety 
The degree to which a job requires a variety of 
different activities (how may different skills are 
used in a given day, week, month?). 
Task Identity 
The d~gr~e to which the job requires completion. o.f. 
a whole ~nd identifiable piece of work (from 
beginnil)9. ~9. e.nd) . . . . / . ... 
Task Significiince 
The degree to which the job has· a .substantial 
impact on the lives or work of other people. 
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,. JOb. DeSign Theoiy (c'ont'd) · J 
Autonomy 
The degree to which the job provides substantial 
freedom and discretion to the individual in · · 
schedu.fing the work and in determining the 
·procedures to be used in carrying it out. 
Feedback 
The degree to which.carrying out the work activities 
required by a job results in the individual obtainipQ. 
direct and dear information about the effectiveness 
of his or her performance. 
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[iomputing a Motivating Potential Score 
Mofi,ohng [ Skill + Task + Task J Potential = variety tdenlity significance )( Autonomy " Feedback 
Score (MPSI 3 
People who work on jobs with tuigh core dimensions are 
generally more motivated, satis·fied, and productive. 
Job dimensions operate through the psychological states in 
influencing personal and work ()Utcome variables rather 
than influencing them directly. 
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~ob Design and Sched_u_li_n_g _ _____. 
Job Rotation 
The periodic shifting of a worker 
from one task to another. 
Job Enlargement 
The horizontal expansion 
of jobs. 
Job Enrichment 
The vertical expansion· of jobs. 
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Guidelines for Enriching a Job 
Sugge$ted action Core job dimensions r -------Combine tasks Skill variety 
C reate natural work units Task identity 
T osk $lgnifican<:e 
Expend jobs vertically Auto!lomy 
Open feedback channels 
'-----------~ 
Feed bock 
Sout'oft JR HackmahandJL BtAdll . ...... ~tx••Wtrt(~.tt: SooaForeunan, 1877). p. 1M 
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Alfe'rn3tive Work Ar'rimgementS ] 
Flextime 
Employees .work during a common core time period 
.~ .o:·df7,acQ.:e.,~¥)~ ,~~e discretion in forming their total · 
· ' workday from a flexible set of hours outside the core. 
Job Sharing 
The practice of having two or more people split a 
40-hour-a-week job. 
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ExaffipJe i:W a Flexlihle Schedule J 
Flexible Common luncn Common 
flexible 
hours hOUf$ core core 
I I I I I 
6A.M. 9 A.M. 12 noon 1 P.M. 3 P.M. 6 P.M. 
Time during the day 
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Alternative Work Arrangements, cont ... 
Telecommuting 
Employees do their work at home on a computer 
that is linked to their office. 
Categories of telecommuting 
jobs: 
) ·, :. 
· • Routine information handling tasks 
• Mobile activities 
• Professional and other knowledge-
related tasks 
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l Telecommuting ·--
• Advantages • Disadlvantages (Employer) 
- Less direct supervision 
of employees 
- Larger labor pool 
- Higher productivity 
- Less turnover 
- Ditfficult to coordinate 
teamwork 
- Improved morale 
- Difficult to evaluate non-
quantitative 
performance 
- Reduced office-space 
costs 
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What is Employee ··Involvement? 
Employee Involvement Program 
A participative process that uses the entire capacity 
of employees and is designed to encourage increased 
commitment to the organization's success. 
Examples of Employee Involvement Programs 
Participative Management 
A process in which subordinates share a significant 
degree of decision-making power with their 
immediate superiors. 
Handout2010 PERILAKU ORGANISASI 




Workers participate in 
organizational decision 
making through a small 
group of representative 
employees. 
Works Councils 
Groups of nominated or elected 
employees who must be 
consulted when management 
makes decisions involving 
personnel. 
Board Representative 
A form of representative 
participation; employees sit on 
a company's board of directors 
and represent the interests of 
the firm's employees. 
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Examples of Employee Involvement 
~ _______ P_r_o~gr_a_m_~_(~c_o_n_t'_d~> ----·--~ 
Quality Circle 
A work group of employees who meet regularly 
to discuss their quality problems, investigate 
causes, recommend solutions, and take 
corrective actions. 
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Linking El Program~ and M~tivation 
Theories 
Theory Y Two. factor 
·(Believing Employee Theory 
employees _. Involvement .... 
(Intrinsic want to be Programs 
involved) Motivation) 
T 
. ... ~~ .. ' ._ .. ...... .. 
- ERG Theory 
(Employee 
Needs) 




Rewarding Employees: Four Aspects 
~--------------------------------------
• What to Pay (Internal vs. external 
equity) 
• How to Pay (e.g Piece rate, merit based, 
bonuses, profit sharing, gain sharing, 
ESOPs, skill-based pay) 
• What Benefits to Offer (e.g.,Fiexible 
benefits) 
• How to Recognize Employees 
Handout 2010 PERILAKU ORGANISASI 
!Rewarding Employees: Variable Pay 
I_ Programs · 
Variable Pay Pr,ograms 
. -
A portion of an employee's pay is based on some 
individual and/or organization measure of 
performance. 
• Piece rate pay plans 
• Profit sharing plans 
• Gain sharing plans 
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L Variable P~y Prograr1ns (cont'd) 
Piece-rate Pay Plans 
Workers are paid a fixed sum for each unit 
of production completed. 
Profit-Sharing Plans 
Organization wide programs that distribute compensation 
based on some established formula desi~gned around a 
company's profitability. 
Gain Sharing 
An incentive plan in which improvements in group productivity 
determine the total amount of money that is allocated. 
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Rewar~ing EmJ:•Ioyees I 
Employee Stock Ownership Plans (ESOPs) 
Compimy-established benefit plans in which 
employees acquire stock as part of their benefits. 
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Skill-Based Pay Plans 
Pay levels are based on how many skills employees 
have or how many jobs they can do. 
Benefits of Skill-based Pay Plans: 
1. Provides staffing flexibility. 
2. Facilitates communication across the organization. , 
3. Lessens " protection of territory" behaviors. 
4. Meets the needs of employees for advancement (without 
promotion). 
5. Leads to performance improvements. 
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Skill-Based f?ay Plans (cont'd) . L----------------------------------------------- 0---
Drawbacks of Skill-based Pay Plans: 
1. Lack of additional learning opportunities that wiiJ 
increase employee pay. 
2. Continuing to pay employ&es for skills that have become 
obsolete. 
3. Paying for skills which are of no immediate use to the 
organization. 
4. Paying for a skill, not for the level of employee 
performance for the particular skill. 
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Linking Skill-based Plans and 
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Flexible ·Benefits 
Employees tailor their 
benefit program to 
meet their personal 
need by picking and 
choosing from a menu · 
of benefit options. 
Modular Plans: 
predesigned benefits 
packages for specific 
groups of employees. 
Core-Plus Plans: 
a core of essential 
benefits and a menu-like 
l 
: ~> '-Selection of other benef"rt 
options. 
Flexible Spending Plans: 
allow ~mployees to use 
their tax-free benefit· 
dollars to purchase 
·benefits and pay service 
premiums. --




Employee Recognition Programs 
• Intrinsic rewards: stimulate intrinsic motivation 
- Personal attention given to employee 
- Approval & appreciation for a job well done 
- Growing in popularity and usage 
• Benefits of programs 
- Fulfill employees' desire for recognition 
- Inexpensive to implement 
- Encourages repetition of desired behaviors 
• Drawbacks of programs 
-Susceptible to manipulation by management 
Handout2010 PERILAKU ORGANISASI 
Implications for Managers 
• In Ord.er to ry1otivate Employee·s 
-Recognize individual differences. 
- Use goals and feedback. 
- Allow employees to participate in decisions 
that affect them. 
- Link rewards to performance. . 
-Check the system for equity. 





FOUNDATIONS OF GROUP 
BEHAVIOR AND ,WORK 
TEAM 
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Defining and Classifying Groups 
Group(s) 
Two or more iptdividuals interacting atnd 
interdep~ndent, who have come together 
to achfeve particular objectives. 
ClassifYing Groups 
Formal Group 
A desi'gpated work 
group defined by the 
organization's structure. 
Informal Group 
A group tlhat is neither 
formally structured now 
organizationally determined; 
appears in response to the 
need for social contact. 
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Subclassifications. of Groups 
Formal Groups Informal Groups 
• Command Group 
-A group composed of 
the individuals who 
report directly to a given 
manager . 
• Task Group 
' 
- Those ·working· together 
to complete a job or task 
in an organization but 
not limited by 
hierarchical boundaries 
• Interest Group 
- Members work together 
to attain a specific 
objective with which 
each is concerned 
• Friendship Group 
- Those brought together 
because they share one 
or more common 
characteristics 
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. Why F?~eople Join Greups 
• Security 
• Status 




• Goal Achievement 
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The Five-Stage Model of Group 
- . Development 
Forming Stage 
The first stage in group development, characterized 
by much uncertainty. 
Storming Stage 
The second stage in group development, 
characterized by intragroup conflict. 
Norming Stage 
The third stage in group 
development, characterized 
by close relationships and 
cohesiveness. 
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.. -~roup D~velopr,nent (cont'd) 
. ~ ... ;· ~:n: . ~. 
Performing Stage 
The ,fourth stage in group development, when the 
group is fully functional. 
Adjourning Stage 
The final stage in group 
development for temporary 
. ~ ' ' 
groups, characterized by ·· 
concern with wrapping up 
activities rather than 
performance. 






Stages of Group Development 
d'/.b_. d' p b ~ <v. )' ,P ? . 
.. ·~· 
Prestage I Stage I Stage II 
Forming Storming 
~ ---~ ---
Stage Ill Stage IV Stage V 
Normin g Perfo r min g Adjourni ng 
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Critique of the Five-Stage Model 
.' 
--
• Assumption : the group becomes more effective as it 
progresses through the first four stages 
- Not always true - group behavior is more complex 
- High levels of conflict_ may be conducive to high 
performance 
- The process. is not always linear 
- Several stages may occ'ur simultaneously 
-·· 
- -Groups may regress · 
Ignores the organizational cc;>ntext .. ./ • 
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An Alternative Model for Group Formation 
Temporary groups with deadlines don't follow the five-
stage model 
•Punctuated-Equilibrium Model 
- Temporary groups under deadlines go through transitions 
between inertia and activity-at the hatfway point, they 
experien<?e ~n increase in productivity. 
- Sequence of Actions ~ 
1. Setting group direction 
2. First phase of inertia 
3. Half-way point transition 
4. Major changes 
5. Second phase of inertia 
6. Accele(~ted activity 






( Cohesiveness Size 
' 




Group Property 1: Roles 
• Role 
- A set of expected behavior patterns attributed to someone occupying 
a given position in a social unit 
• Role Identity 
- Certain attitudes and behaviors consistent with a role 
• Role Perception 
- An individual's view of how he or she is supposed to act in a given 
situation - received by external stimuli 
• Role Expectations 
- How others believe a person should act in a given situation 
- Psychological Contract an unwritten agreement that sets out mutual 
expectations of management and employees 
- A situation in which an individual is confronted by divergent role 
expectations 
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Group Property 2: Norms 
• Norms 
- Acceptable standards of behavior within a group 
that are shared by the group's members 
• Classes of Norms 
- Performance norms - level of acceptable work 
-Appearance norms- what to wear 
203 
- Social arrangement norms - friendships and the like 
- Allocation of resources norms - distribution and 
assignments of jobs and material 
Handout 2010 PERILAKU ORGANISASI 204 
Group Property 2:: Norms 
Norms 
Acceptable standards of behavior within a group 
that are · shared by the group's members. 
Classes of Norm1s: 
• Performance norms 
• Appearance norms 
• Social arrangement norms 
• Allocation of resc•urces 
norms 
' 
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Group Norms and the Hawthorne Studies 
• A series of studies undertaken by Elton Mayo a~ Western 
Electric Company's Hawthorne Works iin Chicago between 
1924 and 1932. · 
• Research Conclusions: 
- Worker behavior and sentiments were closely related. 
- Group influences (norms) were significant in affecting 
individual behavior. 
- Group standards (norms) were highly effective in 
establishing individual worker output. 
- Money was less a factor in determining worker output than 
were group standards, sentiments, :and security. 
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Group Property 2: Norms (cont'd) 
Deviant Workplace Behavior 
Antisocial actions by organizational members 
that intentionally violate established norms and 
result in negative consequences for the 
organization, its members, or both. 
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Intentionally working slowly · 
Wasting resources 
Sabotage 
Lying about hours worked 
Stealing from the organization 
Showing favoritism 




Stealing from coworkers 
s-..;., hi•~...Siram 9 L. Robo.-, """ R J tHnMII. .,.. f)'I>Oiogy of O....niW01kl>l- ilfolll-~ 
A Mutt04.,onoionol Seal~~!~ Sludy." AudWntcl 41.,._,.., - · ,...,.,-. p !ic15 
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Group Property 3: Status 
Status 
A socially defined position or rank given to groups or 
group members by others. 
Group Norms 
Status Equity .. Group Member .. Status 
Culture 
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Group Property ~tt.: Size 
• Group size affects behavior 
• Size: 
- Twelve or more members is a "large" group 
- Seven or fe11ver is a "small" group 
• Best use of a group: 
Attribute Small large 
!speed X 
Individual Performance X 
, I Problpm·.~olvi.ng X 
~verse i~put ', X 
• ~ ... ~ t 
I ~act-finding Goals X 
Overall Performance X 




Issues with Group Size 
• Social loafing 
- The tendency for individuals to expend Jess effort when 
working collectively than when working individually 
- Ringelmann's Rope Pull: greater levels of productivity but with 
diminishing returns as group size increases 
- Caused by either equity concerns or a diffusion of 
responsibility (free riders) 
• Managerial Implications 
- Build in individual accountability l I 
- Prevent social loafing by: al ~ 0 
• Setting group goals \ • · ' ·· 
• Increase intergroup competition . - -., 
• Use peer evaluation 
• Distribute group rewards based on individual effort 
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Group Property 5 :'Composition 
Group Demography 
The degree to which members of a group share a 
common ·demographic attribute, such as age, sex, 
race, educational level, or length of service in the 
organization, and the impact of this attribute on 
turnover. 
Cohorts 
Individuals who, as part of 
a group, hold a common 
attribute. 
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Group Property 6 : Cohesiveness 
Cohesiveness 
Degree to which group members are attracted to 
each other and are motivated to stay in the group. 
Handout 2010 
Increasing group cohesiveness: 
1. Make the group s~aller. 
2. Enc~urage agreement with group' goals. 
3. Increase time members spend to!~ether. 
4. lncreas~ grOJ.lP.-~~tus and admisliion difficultly. 
5. Stimulate com~eti~.on with other groups. 
' :":J,~: .• ·:-; 
6. Give rewards tollle group, not individuals . . · ..... \ ~ 
7. Physically isolate the group. 
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Relatiqnship Between Group 
Cohesiveness, Performance Norms, 
and Productivilty 































- Large groups facilitate the pooling of information 
about complex tasks. 
-Smaller groups are better suited to coordinating 
and facilitating the implementation of complex 
tasks. 
-Simple, routine standardized tasks reduce the 
requirement that group processes be effective in 
order for th~e gr<?UP to pe_rform well. 
Handout 2010 PERJLAKU ORGANISASI 
Group Decision Making . 
Groupthink 
Phenomenon ln which the norm for consensus 
overrides the realistic appraisal of alternative course 
of action. 
Groupshift 
A change in decision risk between the group's 
decision and the individual decision that member 
within the group would make; can be either toward 
conservatism or greater risk. 





- Group members rationalize any resistance to the assumptions 
they have made 
- Members apply direct pressures on those who express doubts 
about shared views or who question the alternative favored by 
the majority 
- Members who have doubts or differing points of view keep 
silent about misgivings 
- There appears to be an illusion of unanimity 
• Minimize Groupthink by: 
- Reduce the size of the group to 1 0 or less 
- Encourage group leaders to be impartial 
- Appoint a "devil's advocate• 
- Use exercises on diversity 
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Group Decision-Making Techniques 
Interacting Groups 
Typical groups, in which the members. interact with 
each other face-to-face. 
Nominal Group Technique 
A group decision-making method in which individual 
members meet face-to-face to pool their judgments 
in a systematic but independent fashion. 
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Group Decision-Making Techniques 
Brainstorming 
An idea-generation process that specifically 
encourages any and all alternatjves, while 
withholding any criticism of those alternatives. 
Electronic Meeting 
A meeting in which members 
interact on computers, allowing 
for anonymity of comments and 
aggregation of votes. 
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Evaluating Group Effectiveness 
TYPE OF GROUP 
Effectlveneaa Criteria Interacting Brainstorming Nominal Electronic 
Number and quali~ of ideas low Moderate High High 
Social pressure High Low Moderate low 
Money costs low Low low High 
Speed Moderate Moderate Moderate Moderate 
Task orientation LOW High High High 
Potential for interpersonal connict High Low Moderate low 
Commitment to soluiiOfl High Not applicable Modera1e Moderate 
Development of High High Moderate Lo.tt 
group cohesiveness 
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